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Abstract. Hospitals are organizations in the health sector that offer high quality public health 

services with the best resource support. Nurses are an integral part of healthcare professionals, 

who are critical to the achievement of hospital goals. This study investigates the moderating 

effect of leadership on the relationship between workload and work stress among nurses in a 

public hospital. Drawing on a sample of 140 nurses, the study employs structural equation 

modeling (SEM) with partial least squares (PLS) to test the hypothesized relationships. The 

results indicate that workload has a significant positive influence on work stress, and that 

leadership moderates this relationship. Specifically, effective leadership behaviors can 

mitigate the negative impact of high workload on nurse stress levels. The findings highlight 

the crucial role of nurse leaders in creating a supportive work environment and managing job 

demands. The study contributes to the literature by providing new insights into the complex 

interplay between workload, leadership, and stress in the nursing context. Practical 

implications for hospital management and nurse well-being are discussed 
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1. Introduction 

Hospitals play an important role in the health sector by offering health services to local communities. 

Hospitals need high-quality resources, including human resources to improve hospital performance 

(Safitri, 2019). To inspire workers to give their best efforts and consider themselves happy with the 

work they do, organizations must also support their strengths and desires as human resources. Each job 

has certain requirements, such as interacting with colleagues and subordinates, complying with agency 

regulations and procedures, achieving performance goals, and withstanding less than ideal working 

conditions (Kurniawan, 2023). 

Hospitals are organizations in the health sector that offer high quality public health services with 

the best resource support. Nurses are an integral part of healthcare professionals, who are essential to 

the achievement of hospital goals. Good health services depend to a large extent on nurses, and the 

quality of such services can only be improved by the professionalism and ability of nurses to work 

quickly, precisely and with discipline. However, nurses face a number of challenges, including 

increased workload and responsibilities, which can impact their general well-being and working 

conditions (Faeni, 2023). 

Assignment of multiple tasks and responsibilities by hospitals may lead to lower performance due 

to increased workload. These skill-based demands can lead to stress and burnout, which decreases work 

output. Nurse performance can decrease as a result of work stress caused by this heavy workload 

(Maharani. 2019). Job characteristics that are not appropriate to individual characteristics will result in 

decreased performance. The less than optimal performance of nurses is influenced by the existence of 

some nurses who only work when assigned by their superiors, do not complete the work independently 

or creatively, accurately and quickly, there are still nurses who are lazy at work and employees who 

lack interest. the tasks given make employees not interested in the work they do (Dinsar & Nur, 2023). 

Workload is important because it affects performance. High levels of knowledge, high work pace, 

and excessive amounts of work can all contribute to excessive workload and create tension and stress 

in the workplace. Task requirements, workplace structure, and work atmosphere all contribute to 

workload. When it comes to health workers, including doctors, paramedics and support staff, nurses 

have the most work. These burdens are related to things such as patient care procedures, extended 

working hours, and uncertainty about working hours. Nurses often have to make important decisions 

quickly when handling difficult tasks (Kokoroko, 2019). 

The term “workload” describes the perceived relationship between an employee's abilities and the 

resources required to carry out their job responsibilities. As defined by Ridhayanti (2022) and Swiger 

et al. (2016), "time" refers to time, labour required to complete tasks related to patient and non-patient 

care is referred to as nurse work. High workload contributes significantly to work stress in nurses, which 

can result in low performance. Risks associated with workload include intestinal disease, decreased 

work performance, and lack of enthusiasm (Bani-Hani & Hamdan-Mansour, 2021). Work stress can 

reduce motivation at work, increase feelings of laziness at work, and increase accidents at work. Work 

stress can be overcome by maintaining and increasing human resources (Ahmad, 2023). 

People who individuals have the ability to influence others in the group. are called leaders or 

individual to achieve a goal. Good leadership is a leader who can make the right decisions, can provide 

motivation, good communication, and good attitudes and behavior. A leader who shows good leadership 

can motivate subordinates to follow in the leader's footsteps and improve employee performance 

(Widodo, 2020). Leadership is very important for the quality of employees and the organization's 

capacity to change. Leadership deals with the dynamics between superiors and subordinates and directs 

them to fulfill organizational goals. The success of an organization depends on its leadership 

(Mohammad, 2022). Research conducted by Hotmarina (2023) found a strong relationship between 

workload, organizational culture, and the art of leadership on nurses' work stress. Based on this, this 

research will discuss the study examines this is a study that looks at how a nurse's workload impacts 

work stress in the hospital. emphasizes how leadership style affects this effect. 
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2. Review Of Literature 

2.1. Leadership 

Leading means providing guidance, inspiration, and encouragement to people or groups to help 

them achieve specific goals. Leadership requires abilities such as building strong relationships, solid 

decision-making, encouragement, and effective communication (Yuan, 2023). A leader who practices 

transformational leadership inspires their team members to achieve higher levels of performance by 

promoting moral principles, values, and creative thinking (Hu, 2023). Transformational leadership 

requires reconstructing and reorganizing a system to produce heterogeneous circumstances. 

transformational leadership encourages team members to connect with the vision and values of the 

organization through modeling, encouragement, and inspiration will increase employee morale 

characteristics of transformational leaders are making decisions, initiating change, and encouraging 

creativity and critical thinking, increasing involvement and showing commitment to goal achievement, 

encouraging proactive involvement in decision making, innovative problem solving, and expanding 

prospects (Thomsen, 2016). 

A leader must have a deep emotional connection with their followers, a flexible leadership style, 

and excellent communication and management skills to achieve their goals (aboramadan, 2020). 

Transactional leadership is a leadership style in which managers use rewards, incentives, or fairness to 

influence subordinates' behavior toward goals. This strategy focuses on the application of transactional 

leadership, where workers are compensated and motivated for desired outcomes. (Mwesigna, 2020) 

The laissez-faire leadership style provides little direction to team members so that they can 

concentrate on other initiatives. Managers who have independent, skilled, experienced, trained, and 

productive team members can use this approach (Suaidy, 2023). Laissez-faire leadership is defined by 

putting faith in the abilities and independence of team members, offering help only when needed, and 

letting them figure out how to achieve goals. Teams with high levels of knowledge, strong intrinsic 

drive, and self-reliance will benefit greatly from this model. By acting as a resource and source of 

encouragement, team leaders help individuals grow in their capacity to take responsibility, create things, 

and be creative (Nisa, 2024). 

2.2. Work Stress 

Stress is a physical and mental reaction that a person experiences when they feel pressured in certain 

circumstances (Safitri, 2019). These circumstances can be pressures, demands, or challenges that are 

considered greater than a person's ability to adjust or respond properly. Many factors cause stress, such 

as work, interpersonal interactions, financial problems, life transitions, or even catastrophic experiences 

(Siahaan, 2019). Pressure at work can affect a person's physical and psychological imbalance, which 

can then affect emotional instability, disturbances in thought processes, and unstable individual 

conditions (Permatasari, 2018). 

2.3. Workload 

Workload describes the number and type of tasks, obligations, or projects that a person must 

complete while working in the workplace (Nanda, 2019). Workload consists of important work-related 

tasks that must be completed (Soeltan, 2020).Within a company, workload refers to stress that affects 

the emotional state of workers, resulting in poorer performance, productivity, and morale. As workers 

are unable to work together, this can be detrimental to the company as it will make it harder to achieve 

goals. Negative elements that can lower morale and productivity include stress, conflict, and workload 

(Amalia, 2021). 

 

3. Method  

This research uses quantitative methods, the research location is at the Bandung Muhammadiyah 

Hospital which is located at Jl. KH Ahmad Dahlan No.53, Turangga, Kec. Lengkong, Bandung City, 
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West Java. The research was conducted from August to November 2023. This research uses the SEM-

PLS analysis method. Structural Equation Modeling (SEM) is classified as a multivariate analysis that 

is useful for determining the linear relationship between latent variables and observational variables 

(Sholiha & Salamah, 2015). Meanwhile, Partial Least Square (PLS) is an analysis method that does not 

only depend on the measurement scale (Wold, 2013).  

Data analysis was processed using SmartPLS software. Information was collected through data 

collection tools, most surveys using a Likert scale. Likert scale questionnaires provided five alternative 

answers. Non-probability sampling was used using a sample of all nurses. The focus of this study is to 

analyze the experience of nurses working in hospitals. taken in this study were 140 respondents. The 

independent variable in this study is workload, the dependent variable is work stress and leadership as 

a moderating variable. Figure 1 summarises a broad approach to understanding the complex dynamics 

of human behaviour and conduct is the conceptual foundation of this research. 

 

 

Fig. 1: Conceptual Framework 

 

4. Results and Discussion 

4.1. Results 

Measurement Model (Outer Model) 

The influence of endogenous and exogenous variables is affected by the outer model with loading 

factors and AVE. Next, reliability was tested using composite reliability and Cornbach alpha (Surya, et 

al., 2020). 

 

Convergent validity 

Validity is useful for seeing whether constructs have a high correlation or not. If the loading factor 

and AVE values of a structure are greater than 0.7 and less than 0.5, then the structure is invalid (Ghozali 

& Latan, 2015). Table 1 shows the loading factor and AVE values. 

 

Table 1. Model Outer Loading 

 

Variabel 

 

Inquiry 

 

Indicator 

Loading 

Factor 

AVE 

Workload X1 

X2 

X3 

X4 

X5 

X6 

X7 

X8 

1.  The work given to me is too heavy 

2.  I have too much work to do 

3. Too many demands from the patient's family 

4.  I'm bored of observing patients every hour 

5.  I am required to be able to make decisions quickly and 

accurately 

6.  I am fed up and bored with the task of administering 

medication routinely 

0.791 

0.786 

0.792 

0.803 

0.796 

0.776 

0.746 

0.748 

0.597 
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X9 

X10 

7.  I am required to provide quality service 

8.  I am required to care for patients in any condition 

9.  Too many patients come 

10. Employees feel that nursing staff is very minimal 

0.744 

0.738 

Work 

Stress 

Y1 

Y2 

Y3 

Y4 

Y5 

1. The work carried out does not match your abilities 

2. The structure in the organization is rigid 

3.  Employees are not given opportunities for promotion by 

the organization 

4. Bring family problems into work 

5. Employees feel that working hours are not in accordance 

with the regulations 

0.797 

0.840 

0.768 

0.756 

0.812 

0.633 

Leadership 

Moderation 

 

Z1 

Z2 

Z3 

Z4 

Z5 

Z6 

Transformational Leadership Style 

1. Leaders provide motivation 

2. Leaders provide clear directions 

3. My leader praises employees who perform well 

4. Leaders have good relationships with employees. 

5. Leaders give subordinates freedom to express their 

opinions. 

6. Leaders give awards 

 

0.779 

0.746 

0.774 

0.789 

0.837 

0.875 

0.692 

 

Z7 

Z8 

Z9 

Z10 

Transactional Leadership Style 

1. Leaders provide work guidelines in carrying out work 

2. Leadership provides bonuses for exemplary employees 

3. Leaders directly monitor performance 

4. The leadership corrected the mistakes I made. 

 

0.887 

0.844 

0.841 

0.906 

 

Z11 

Z12 

Z13 

Z14 

Laissez-Faire Leadership Style 

1. Leaders always delegate complete authority to officers. 

2. Leaders often monitor officer behavior 

3. Leaders often provide direction to officers 

4. Leaders prioritize personal interests over common 

interests 

 

0.796 

0.851 

0.854 

0.860 

A construct will be if a statement has a filler factor value, then the statement is considered valid. > 

0.7 and AVE > 0.5. Table 1 shows that the largest According to Table 1, the loading factor value is 

0.906, with the lowest value being 0.738. The AVE values are 0.692 and 0.597. Data processing results 

show that all constructs in the research are valid. Data can be processed at the next stage. Figure 2 shows 

the outer model of the research 

 
Fig. 2 : Outer Loading Model 

(Source: Data Processing, 2023) 
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Reliability 

Reliability shows the reliability of a construct. Reliability can be seen from the consistency of the 

answers given by respondents in answering the questions given by the researcher. Reliability is 

determined by testing via A construct is considered reliable if it shows high with Reliableness of the 

study is shown in Table 2. values. 

Tabel 2. Cronbach’s Alpha and Composite Reliability 

Information Cronbach's Alpha Composite Reliability 

Workload (X) 

Work Stress (Y) 

Leadership Moderation (Z) 

0.925 

0.854 

0.966 

0.937 

0.896 

0.969 

Source: Data Processing, 2023 

The research constructs workload, work stress, and leadership moderation have The sample's The 

data was confirmed to be reliable and acceptable for further processing based on Composite reliability 

value is 0.937, and Cronbach's alpha value is 0.925. were used to evaluate the study's reliability. 

Structural Model (Inner Model) 

The internal model is the subject of this study is used to look at changes in exogenous and 

endogenous variability. R-square and significance values indicate strength, moderateness, or weakness, 

with values greater than 0.75 indicating a strong model (Ghozali & Latan, 2015) . 

R-Square  

R-square the focus of the research is how endogenous and exogenous latent variables affect each 

other, as well as whether there is a relationship between endogenous and exogenous latent variables. 

significant influence or not. 

Table 3. R- Squares (R 2) 

                                                                      R Square                                 R Square Adjusted 

Leadership Moderation 

Work Stress 

0.433 

0.804 

0.429 

0.801 

Source: Data Processing, 2023 

The significant influence of simultaneous workload on Leadership Moderation is 0.433 or 43.3%. 

The changes provided can be categorized as a moderate model. Table 3 also displays the influence on 

work stress of 0.803 or 80.3%, According to research, workload has a significant impact of 80.3% on 

job stress, according to a model that is considered strong. 

Hypothesis test 

Direct Effect 

Hypothesis testing is useful for testing the hypothesis established at the beginning of the research, 

whether there is a significant influence or not from endogenous variables and exogenous variables. 

Researchers can see the direct This study looks at how endogenous variability affects exogenous 

variability, without considering moderating variability using direct effects. Table 4 displays the direct 

effect result. 

Table 4. Results of the Pathway Analysis of the Direct Influence Test 

Information T Statistics P Values Information 
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Leadership Moderation → 

Work Stress 
5.107 0.000 Accepted 

Workload → Leadership 

Moderation 
13.607 0.000 Accepted 

Workload → Work Stress 27.913 0.000 Accepted     

Source: Data Processing, 2023. 

Analysis via SEM-PLS listed in Table 4 shows that leadership moderation on work stress The 

results show that leadership moderation affects this study shows a significant and direct relationship 

between leader moderation and job stress, A t-statistic value higher than 1,978 and a p-value lower than 

1,978 were used to analyse the data. 

Indirect Effect 

Table 5. Results of the Pathway Analysis of the Direct Influence Test 
 T Statistics P Values Information 

Workload → Leadership Moderation→ Work Stress 4.151 0.000 Accepted 

Source: Data Processing, 2023 

The study shows that leadership moderation significantly mediates workload The research study 

shows that job stress has a significant impact on worker performance, with a t-statistic value of 4.151 

and a p-value of 0.000 above prediction. 

4.2. Discussion 

H1: The Moderating Effect of Leadership on Work Stress 

Making decisions and exercising power are important aspects of leadership in human existence. 

Stress can have stress worsens employee performance requires a constant pattern of problem solving. 

This can cause a lack of focus and a lack of encouragement, which can lead to substandard work results 

and strange errors (Rafique, 2022). The study showed a significant and positive relationship between 

workplace stress levels and leader quality, with a p-value below 0.05 T-count of 5,107, indicating that 

workplace stress has a positive impact on leader level (Musa, 2023). 

The level of work stress within a company is greatly influenced by leadership. Competent leaders 

establish a positive work atmosphere that encourages honest communication and clear guidance on 

goals and standards. To avoid work overload, leaders also oversee workload management, ensuring that 

tasks are assigned fairly and judiciously. Reduced stress is also a result of effective resource allocation 

and a balance between team capabilities and job demands. Tension stemming from too much work 

pressure can be reduced by leaders who can balance between personal abilities and workplace needs 

(Kusumadewi, 2023). 

Work stress in hospitals can be significantly reduced with strong leadership. When employees are 

excluded from the decision-making process, authoritarian leadership styles can result in a stressful work 

environment and higher stress levels (Pratiwi, 2023). Transformational leadership creates a healthy 

work environment and empowers proactive leaders to make an impact on the company (Jannah, 2019).  

Encouragement and comfort are increased in workers by leaders who care about their well-being and 

maintain open lines of contact. By doing this, feelings of confusion and isolation that often lead to 

workplace stress are reduced. To further ease the workload and associated stress, helpful leaders offer 

additional assistance or resources. 

 

H2: The influence of workload on leadership 

The total amount of work to be completed in a given time is called workload, and too much work 

can cause stress and anxiety tension, draining workers' sense of gratitude. It is important to rearrange 

the distribution of workload according to capabilities. Workload can also be influenced by the leader's 
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style, especially transformational leadership, because strict or authoritarian leadership can place more 

burden on nurses (Sarwadhamana, 2020). The study supports the hypothesis that leadership and 

workload have a significant and positive influence, which is consistent with a study by Syukur (2023) 

the study T-sum is 13.607 there is a p-value of below 0.05. 

Leadership effectiveness in supervising teams and organizations is greatly affected by heavy 

workloads. When this happens, employees may feel confused and doubtful because leaders who cannot 

control the workload cannot concentrate on long-term plans or provide clear direction (Sopali, 2022). 

Overwork can cause fatigue in leaders, which impairs their ability to make decisions and resolve 

conflicts. Due to the physical and mental exhaustion that can result from burnout, this can have a 

detrimental effect on leaders' relationships with their staff as well as the overall company culture. 

 

H3: The influence of workload on work stress 

Studies show that study results showed that, with a significant T-value, workload had a significant 

positive impact on job stress. of 27.913, which indicates that more nurse work means more job stress. 

This supports H3 (Jappinen, 2022). This research is in line with research conducted by Adelia (2023) 

that excessive workload can increase work stress, this is also supported by research conducted by 

Morika (2020) Stress in the workplace can be caused by heavy workloads when workers feel burdened 

by the amount of work they have to complete in a short time. Employees can experience higher levels 

of stress as a result of the difficulty of harmonizing work and personal obligations. Excessive workload 

can cause workers to become dissatisfied with their jobs and lose enthusiasm, which makes it more 

difficult for them to meet deadlines and achieve goals in a constantly stressful work environment. 

Employees' emotional and physical health and organizational performance are greatly affected by 

workload. Therefore, to reduce work stress and improve employee well-being, companies need to 

manage their workload effectively. (Haryanti, 2013). People experience stress when they are subjected 

to excessive emotional demands or temporal demands, which interfere with their capacity to perform 

social and personal tasks. Stress, fatigue, anxiety and worry are some of the symptoms that may result 

from this. 

 

H4: The effect of workload on work stress is moderated by leadership 

The study showed a significant and positive relationship between workload and job stress, with a 

p-value below 0.05, and the Tcount is greater than the Ttable, with a Tcount of 4.151. This indicates 

that H4 is accepted influenced by leaders. Ineffective leadership in hospitals can result in work 

distribution that does not meet employee expectations, which can disrupt and hinder the achievement 

of goals. Problems with the work environment and workload can make the situation worse (Puspitasari, 

2021). 

The influence of workload on job stress can be reduced in the workplace with effective leadership. 

When managers are attentive to the needs of their staff, they can help them cope with growing 

responsibilities by organizing things better, providing extra support, or both. This makes staff members 

feel more supported and less stressed. When it comes to allocating tasks across departments or team 

members, leadership is crucial. Fair and kind bosses avoid piling on the workload, which lowers stress 

levels. They build a well-rounded workplace. Workplace stress can also be reduced by a supportive, 

team-oriented leadership style that encourages cooperation and honest communication. Leadership has 

the potential to reduce stress resulting from work overload by fostering an inclusive and cohesive work 

environment 
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5.  Conclusion  

This study aimed to investigate the moderating role of leadership in the relationship between 

workload and job stress in a public hospital. The results showed important findings that contribute both 

theoretically and practically. Specifically, the main finding of this study is that workload significantly 

affects the level of job stress among hospital employees. Furthermore, the results also show that 

leadership moderates the relationship between workload and job stress, confirming that the role of 

leaders has an important impact in managing the impact of workload on employee stress. The theoretical 

contribution of this study is the development of a better understanding of how organizational factors, 

such as leadership, can influence work stress levels in the hospital context. The findings may enrich the 

academic literature on human resource management and occupational psychology. Practically, the 

results of this study provide valuable insights for hospital management in designing more effective 

management policies and strategies to reduce employee work stress. Strong and effective leadership 

can help in better managing workload, creating a healthier work environment, and improving employee 

well-being. Thus, a strong take-home message from this study is the important role leadership plays in 

managing work stress in hospitals and the importance of investing in effective leadership development. 

This will not only improve employee well-being, but will also have a positive impact on the quality of 

service provided by the hospital to patients. 

 

 

References 

Aboramadan, M., & Kundi, Y. M. (2020). Does Transformational Leadership Better Predict Work-
Related Outcomes Than Transactional Leadership in the NPO  Context? Evidence from Italy. Voluntas, 
31(6), 1254–1267. https://doi.org/10.1007/s11266-020-00278-7   

Adelia, Ira., Mutmainnah, Muthia.,Mulyani, Sri. (2023). Hubungan Antara Beban Kerja dengan Tingkat 
Stress Kerja pada Perawat Wanita di Rumah Sakit Dr. Bratanata Kota Jambi. Jurnal Ners, Vol 7 (2). 
https://doi.org/10.31004/jn.v7i2.16631  

Ahmad, Rohana., Ahmad, Marthda.M., Wan, Naqiyah.W.A.M., Latifah, A.G., Zahrul,Akmal.D. (2023).  
The Impact of Team Conflict, Leadership and Job Demands on Employees Work Stress: Empirical 
Evidence from Public Organization. International Journal of Sustainable Development and Planning 
Vol. 18, No. 7, https://doi.org/10.18280/ijsdp.180702 

Amalia. (2021). The Mediating Role of Organizational Citizenship Behavior on the Effect of Passion 
and Empowerment on Job Performance. Jurnal Manajemen Bisnis, Vol 12 (2).   
https://doi.org/10.18196/mb.v12i2.11035  

Bani-Hani, M. A., & Hamdan-Mansour, A. M. (2021). The moderation effect of locus of control on the 
relationship between job demand and job satisfaction among nurses. International Journal of Nursing 
Practice, 27(1), 1–10. https://doi.org/10.1111/ijn.12876  

Dinsar, A., & Nur, I. (2023). Factors that Influence the Employee Performance. Proceedings 
International Economics and Business Conference, 1(1), 65–71.  

Faeni, Dewi.P., Dela.S., Cahyadi.Husada. (2023). Workload and Work Stress Toward Nurses' 
Performance at Indonesian General Hospital. Dinasti international Journal of management science, vol 
4 (5), https://doi.org/10.31933/dijms.v4i4  

 Ghozali, I., Latan. 2015. Partial Least Squares: Konsep, Teknik, Dan Aplikasi Menggunakan Program 
SmartPLS 3.0. Universitas Diponegoro: Semarang. 

https://doi.org/10.1007/s11266-020-00278-7
https://doi.org/10.31004/jn.v7i2.16631
https://doi.org/10.18280/ijsdp.180702
https://doi.org/10.18196/mb.v12i2.11035
https://doi.org/10.1111/ijn.12876
https://doi.org/10.31933/dijms.v4i4


Kosasih et al., Journal of Logistics, Informatics and Service Science, Vol. 11 (2024) No. 8, pp. 1-12 

10 

Haryanti,  faridah  aini,    puji  purwaningsih.  (2013). Hubungan  antara  beban  kerja  dengan  stres 
kerja   perawat   di   Instalasi   Gawat   Darurat RSUD  Kabupaten  Semarang. Mei, 1(1),  48–56 

Hotmarina, Lumban.G., Efendy.Ismail., Afriany.M. (2023). Beban Kerja, Budaya Organisasi Dan Seni 
Kepemimpinan Perawat Pada Masa Pandemi Memengaruhi Stres Di Rumah Sakit. Jurnal Keperawatan 
Jiwa, Vol 11 (3), https://doi.org/10.26714/jkj.11.3.2023.511-520  

Hu, Huang., Chun-Te, Hsin. (2023). The Relationships among Transformational Leadership, 
Organizational Citizenship Behavior and School Effectiveness: An Application of Meta-analysis and 
Structure Equation Modeling. Journal of Logistics, Informatics and Service Science, Vol 10 No 2. 
DOI:10.33168/JLISS.2023.0215  

Jannah,   M.,   Anggorowati,   &   Santoso,   A.   (2019).   Pengaruh   Gaya   Kepemimpinan 
Transformasional  Kepala  Ruang  Terhadap  Kepuasan  Kerja  Perawat  dalam  Pelayanan. Prosiding  
Seminar  Nasional  Teknologi  Informasi  Komputer  dan  Sains, 3(2),  408–413. 
http://dx.doi.org/10.31219/osf.io/34vsn   

Jappinen, Karita., Mervi, Roos.,& Terja.Suominen. (2022). Connection between nurse managers’ stress 
from workload and overall job stress, job satisfaction and practice environment in central hospitals: A 
cross-sectional study. Nordic Journal of Nursing Research, Vol 42 (2),  
https://doi.org/10.1177/20571585211018607 

Jogiyanto, H. M. 2011. Konsep dan Aplikasi Structural Equation Modeling Berbasis Varian Dalam 
Penelitian. Yogyakarta: UPP STIM YKPN.  

Kokoroko, Emmanuel., Mohammed.A.S. (2019). Effect of Workload on Job Stress of Ghanaian OPD 
Nurses: The Role of Coworker Support. Safety and Health at Work, Vol 10 issue 3, 
https://doi.org/10.1016/j.shaw.2019.04.002  

Kurniawan, Teddy. (2023). Pengaruh Penyelesaian Konflik, Beban Kerja, Komitmen Dan 
Kepemimpinan Terhadap Kepuasan Kerja Pegawai Pada RSUDPasaman Barat. Jurnal Ekonomi 
Mansjemen dan Akuntansi, vol 9 (4), https://doi.org/10.35870/jemsi.v9i4.1368  

Kusumadewi,   N.,   Razak,   A.,   &   Mukhlis,   N.   (2023).   Pengaruh   Kepuasan   Kerja   dan 
Kepemimpinan  Transformasional  Terhadap  Kinerja  Asuhan  Keperawatan  di  Instalansi Rawat  Inap  
RSUD  Labuang  Baji  Makassar. Journal  of  Muslim  Community  Health (JMCH) 2023, 4(3), 222–
239. https://doi.org/10.52103/jmch.v4i3.1232JournalHomepage:https://pasca-
umi.ac.id/index.php/jmch  

Maharani, R., & Budianto, A. (2019). Pengaruh Beban Kerja Terhadap Stres Kerja dan Kinerja  Perawat  
Rawat  Inap  Dalam.Journal  of  Management  Review,3(2),  327-332  

Mohammad, Al.M.,Masha,M.,Izyan,Munirah.M.Z.,Mohd,Saiful.I.S.,Alhareth,Abu.H. (2022). 
Leadership Styles on Employee Performance Among Supervisors of Petroleum Retailing Sector in 
Jordan: Employee Engagement as a Mediator . International Journal of Sustainable Development and 
Planning Vol. 17, No. 4, https://doi.org/10.18280/ijsdp.170430 

Morika,  H.  D.  (2020).  Hubungan  Beban  Kerja Dengan  Stress  Kerja  Perawat  Pelaksana  Di 
Instalasi  Bedah  Sentral. Jurnal  Kesehatan, 47(3), 1–8. 

Musa. 2023. Hubungan Gaya Kepemimpinan Perawat Penanggung Jawab Dengan Tingkat Stres Kerja 
Perawat Di Rsd Dr. H. Soemarno Sosroatmodjo Tanjung Selor. Aspiration Of Health Journal. Vol 1 (1), 
https://doi.org/10.55681/aohj.v1i1.86 

Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and 
organizational commitment  among  academic  staff  in  public  universities. Journal  of Management  
Development, 39(2), 253–268. https://doi.org/10.1108/JMD-02-2018-0055   

https://doi.org/10.26714/jkj.11.3.2023.511-520
http://dx.doi.org/10.31219/osf.io/34vsn
https://doi.org/10.1177/20571585211018607
https://doi.org/10.1016/j.shaw.2019.04.002
https://doi.org/10.35870/jemsi.v9i4.1368
https://doi.org/10.52103/jmch.v4i3.1232JournalHomepage:https:/pasca-umi.ac.id/index.php/jmch
https://doi.org/10.52103/jmch.v4i3.1232JournalHomepage:https:/pasca-umi.ac.id/index.php/jmch
https://doi.org/10.18280/ijsdp.170430
https://doi.org/10.55681/aohj.v1i1.86
https://doi.org/10.1108/JMD-02-2018-0055


Kosasih et al., Journal of Logistics, Informatics and Service Science, Vol. 11 (2024) No. 8, pp. 1-12 

11 

Nadia,  N., &  Pareke,  F.  J.  (2019).  Dinamika  Peran  Dan Cyberloafing.  Managament Insight: Jurnal 
Ilmiah Manajemen,14(2), 138–146. https://ejournal.unib.ac.id/index.php/Insight/article/view/8897  

Nisa, Risalatun.,Nurwahidah, Ina.,Nurjamaludin.,Prasetya, G.A.,Nurhidayat, Ridwan. (2024). 
Karakteristik Kepemimpinan Efektif. Jurnal Pelita Nusantara : Kajian Ilmu Sosial Multidisiplin, Vol 1 
(4). https://glorespublication.org/index.php/jupenus  

Permatasari, H. I., & Prasetio, A. P. (2018). Pengaruh Stress Kerja Terhadap Kepuasan Kerja Pada PT. 
Pikiran Rakyat Bandung. Jurnal Manajemen Dan Bisnis (ALMANA), 2(1), 87–95.  

Pratiwi, Nur.P., Ali, Hapzi. (2023). Pengaruh Gaya Kepemimpinan, Pelatihan, dan Stres Kerja pada 
Kinerja Pegawai Rumah Sakit di Era Digital. Jurnal Ilmu Manajemen Terapan, Vol 5 (2). 
https://doi.org/10.38035/jimt.v5i2.1673  

Puspitasari, Devy. A., Inayat., Anindita.Imam. (2021). Pengaruh Beban Kerja, Lingkungan Kerja dan 
Kepemimpinan Terhadap Stres Kerja Karyawan. Jurnal Penelitian Ekonomi dan Bisnis, Vol 1 (1), 
https://doi.org/10.56393/investasi.v1i1.38 

Rafique, Muhamaad.A., Yumei Hou., Muhammad. Adnan., Muhammad. Waheed., Tayyaba., & Faiza. 
(2022). Investigating the impact of pandemic job stress and transformational leadership on innovative 
work behavior: The mediating and moderating role of knowledge sharing. Journal of Innovation & 
Knowledge, Vol 7 Issue 3, https://doi.org/10.1016/j.jik.2022.100214. 

Ridhayanti, Firda., Sri.w., Handri. (2022). Effect of Workload on Job Stress of Inpatient Department 
Nurses in TNI-AU Dr. M. Salamun Hospital: The Role of Locus of Control as Moderator. International 
Journal of Management, Entrepreneurship, Social Science and Humanities, Vol 5 (1), 
https://doi.org/10.31098/ijmesh.v5i1.843  

Safitri,  L.  N.,  &  Astutik,  M.  (2019).  Pengaruh  Beban  Kerja Terhadap  Kepuasan  Kerja Perawat  
Dengan  Mediasi  Stress  Kerja. JMD:  Jurnal  Riset  Manajemen  &  Bisnis Dewantara, 2(1), 13–26. 
https://doi.org/10.26533/jmd.v2i1.344   

Sarwadhamana,   R.   J.,   Sumarni,   S.,   &   Yuliandari,   N.   (2021).   Hubungan   Gaya Kepemimpinan  
Transformasional  dengan  Organizational  Citizenship  Behavior (OCB) pada Perawat di RSUD 
Panembahan Senopati Bantul Yogyakarta. Jurnal Manajemen Kesehatan Indonesia, 9(3), 191–197. 
https://doi.org/10.14710/jmki.9.3.2021.191-197 

Siahaan,   S.,   &   Bahri,   S.   (2019).   Pengaruh   Penempatan   Pegawai,   Motivasi,   Dan Lingkungan 
Kerja Terhadap Kinerja Pegawai. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(1), 16–30. 
https://doi.org/10.30596/maneggio.v2i1.3402  

Sopali,  M.  F.,  &  Karlinda,  A.  E.  (2022).  The  Influence  of workload,   job   satisfaction   and   
commitment.   organization. against.  kinerja.  implementing  nurses  at  Padang  Reksodiwiryo Hospital.  
JISAMAR  (Journal  of  Information  System,  Applied, Management,    Accounting    and    Research),    
6(1),    224-231. https://doi.org/10.52362/jisamar.v6i1.703   

Suaidy,  H.  M.,  &  Rony,  Z.  T.  (2023).  Pentingnya  Gaya  Kepemimpinan  Dalam  Mengelola 
Organisasi: Sebuah Studi Literatur Sistematik. Jurnal Bisnis dan Ekonomi, 1(1), Article 1. 
https://doi.org/10.61597/jbe-ogzrp.v1i1.2   

Sugianto., Hermanto, B., Muhyi, H. A., & Purnomo, M. (2018). The Effect Of Job Characteristics On 
Job Satisfaction And Its Impact On Employee Performance. Advances in Social Sciences Research 
Journal, 5(9) 95-101. DOI: https://doi.org/10.14738/assrj.59.5172  

Sugiyono. (2018). Metode Penelitian Kuantitatif. Bandung: Alfabeta. 

https://ejournal.unib.ac.id/index.php/Insight/article/view/8897
https://glorespublication.org/index.php/jupenus
https://doi.org/10.38035/jimt.v5i2.1673
https://doi.org/10.56393/investasi.v1i1.38
https://doi.org/10.1016/j.jik.2022.100214
https://doi.org/10.31098/ijmesh.v5i1.843
https://doi.org/10.26533/jmd.v2i1.344
https://doi.org/10.14710/jmki.9.3.2021.191-197
https://doi.org/10.30596/maneggio.v2i1.3402
https://doi.org/10.52362/jisamar.v6i1.703
https://doi.org/10.61597/jbe-ogzrp.v1i1.2
https://doi.org/10.14738/assrj.59.5172


Kosasih et al., Journal of Logistics, Informatics and Service Science, Vol. 11 (2024) No. 8, pp. 1-12 

12 

Surya, S., Gusriani, N., & Irianingsih, I. (2020). Analisis Faktor yang Memengaruhi Brand Loyalti 
Gojek dengan Efek Mediator Menggunakan Partial Least Square Structural Equation Modeling (PLS-
SEM). Jurnal Matematika Integratif, 16(2), 127-137. 

Suryadi, A. (2019). Pengaruh Karakteristik Pekerjaan Terhadap Kinerja Pegawai (Studi pada Pegawai 
di Politeknik Ilmu Pelayaran Semarang). Jurnal Sains Dan Teknologi Maritim, 19(2), 176-187. DOI: 
http://dx.doi.org/10.33556/jstm.v19i2.206 

Swiger, P. A., Vance, D. E., & Patrician, P. A. (2016). Nursing workload in the acute-care setting: A 
concept  analysis  of  nursing  workload. Nursing  Outlook, 64(3),  244–254. 
https://doi.org/10.1016/j.outlook.2016.01.003  

Syamsu, N. N., Soelton, M., Nanda, A., Putra, R. L., & Pebriani, P. (2019). Bagaimanakah Konflik 
Peran Dan Beban Kerja Mempengaruhi Kinerja Karyawan Dengan Burnout Sebagai Variabel 
Intervening. Jurnal Ilmiah Manajemen Dan Bisnis, 5(1), 1. https://doi.org/10.22441/jimb.v5i1.5621   

Syukur, Sabirin., Febri. Dwiyanto. (2023). Analysis of Transformational Leadership with Nurse 
Workloadat the Otanaha Hospital, Gorontalo City. Menara Journal of Health Science, Vol 2 (2), 
https://jurnal.iakmikudus.org/index.php/mjhs 

Thomsen, M., Karsten, S., & Oort, F. J. (2016). Distance in schools: the influence of psychological and 
structural distance from management on teachers’ trust in management, organizational commitment, 
and organisational citizenship behaviour. School effectiveness school improvement, 27(4), 594-612. 
https://doi.org/10.1080/09243453.2016.1158193  

Yuan, Tiantong., Charoensukmongkol, Peerayuth. (2023). The Impact of Authentic Leadership on 
Reducing Perceived Workplace Exclusion: The Moderating Roles of Collectivism and Power Distance 
Orientation in a Workplace. Journal of Logistics, Informatics and Service Science, Vol 10 No 3. 
DOI:10.33168/JLISS.2023.0303.    

Widodo, Panggah.,Madya.S.,Chriswardani.S. (2020). Pengaruh Penerapan Perilaku Syariah Dalam 
Pelayanan Keperawatan, Beban Kerja, Dan Kepemimpinan Terhadap Kepuasan Kerja Perawat Di 
Rumah Sakit. Jurnal LINK, 16 (2), http://ejournal.poltekkes-smg.ac.id/ojs/index.php/link  

Wold, H. (2013). Partial Least Square. In G. A. Marcoulides, Modern Methods For Business Research 
(p. 295). New York: Psychology Press 

 

http://dx.doi.org/10.33556/jstm.v19i2.206
https://doi.org/10.1016/j.outlook.2016.01.003
https://doi.org/10.22441/jimb.v5i1.5621
https://jurnal.iakmikudus.org/index.php/mjhs
https://doi.org/10.1080/09243453.2016.1158193
http://ejournal.poltekkes-smg.ac.id/ojs/index.php/link

